Background
Promotion of lifelong learning is a consequence of changes in the attitude towards managing organizations and competencies of their employees (Aspin & Chapman, 2000) . Strong competition, not only of local but also global character, constant market changes and new technologies development are reflected by increased spending on education. This is clear not only for the employers, but also for employees, who undertake various forms of vocational training (London & Smither, 1999a) . Statistical data suggest that incomes of individuals involved in continuous education increase more rapidly than in those who do not show educational activity -this relationship was documented for both 2005 and 2007 (Czapiński & Panek, 2009 ).
Self-development, understood as defining ambitious developmental objectives, searching for and utilization of available reverse information and selfmonitoring of progress, becomes a vital component of the career path of every employee (London & Smither, 1999b) . Such an attitude is a key element of efficiency, and reflects the flexibility and adaptive capabilities of employees (Bakker, Demerouti & ten Brummelhuis, 2012) .
Lifelong learning and improvement of professional skills form the basis for evidence-based economy (socio-economic aspect) and effective fulfilment of duties (individual and organizational aspect). Giving priority to professional self-development becomes the manifestation of one's flexibility and willingness to adapt to new constantly changing conditions and professional requirements. However, as documented in the report "Social diagnosis" (Grabowska, Węziak-Białowolska, Kotowska & Panek, 2013) , the situation of the educational activity of Polish adults is not optimistic. First of all, a decrease in the level of educational activity among persons aged between 20 and 29 years was documented (as compared to 2011), and only a slight increase in this parameter (albeit still to a very low level) was observed in a group of individuals older than 30 years; finally, there is no trend for utilizing educational services among people older than 39 years. Moreover, the process of qualification improvement among adults is selective in terms of age, gender, place of residence, education and labour market status, which is reflected by widened competence gaps in regards to various skills, e.g. those associated with novel technologies. As could be expected, the motivation to undertake continuous education represents a serious challenge for a labour market. Without the ability to learn fast, achieving high effectiveness is impossible, both in an individual (a single employee) and an organizational context. Therefore, employees should be reassured that involvement in broadening and strengthening their competencies, including on a self-managed basis, represents an optimal way of planning and execution of their professional career. However, educational activities could not be undertaken without a sufficient level of motivation. Therefore, many researchers have focused on identification of individual and organizational factors that determine the choice of educational objectives, persistence in the learning process, and effects of the latter (Beier & Kanfer, 2009 ).
Motivation to undertake training
Human motivation can be described in terms of its two basic properties: direction and level, i.e. its power, level and intensity. Power of motivation refers to the ability to focus on achieving a specific objective (result) and overcoming any competitive motivations. The stronger one's motivation, the lower the probability of changing its orientation. Consequently, power of motivation determines the endurance in striving for an objective; in terms of vocational training, this may refer to greater efforts and energy invested in the educational process, strengthening of cognitive processes (e.g. attention, memory), and resultant improvement in the efficiency of learning (Franken, 2006) . According to the self-determination theory, humans possess large resources of cognitive curiosity that drives them to undertake various challenges and development of their skills. People may control their behaviours by defining objectives, planning their execution, and utilization of cognitive abilities. However, activities of an individual have to be driven by his/her intrinsic motivation, in order to make this process effective. The ability to utilize the resources of the latter contribute to the continuation of objective-oriented activities, and lack thereof can stimulate lack of belief in success and lack of control over the learning process (Deci, Vallerand, Pelletier & Ryan, 1991; Ryan & Deci, 2000) . Autonomy is another factor that determines the choice of intrinsically driven behaviours. The feeling of autonomy (independence and influence) enables one to develop more completely, and makes the process of education more effective. Consequently, one can state that natural human curiosity and the need to satisfy that curiosity can be supported or blocked by a specific social context. Satisfying the need for being competent and the need for autonomy enables one to utilize the resources of intrinsic motivation; this is reflected by better outcomes, e.g. in the process of learning, or during evaluation of work efficiency, the degree of involvement and level of professional satisfaction (Ryan & Deci, 2000; Baard, Deci & Ryan, 2004) .
Motivation to undertake educational activities is one of the components of active learning, i.e. self-undertaken behaviours aimed at improvement of competencies required at a workplace (London & Smither, 1999b) . The remaining two components of the active learning process are the ability to control the learning process and experiencing self-efficacy during training (Bakker et al., 2012) . Active attitude of an employee towards his/her professional status not only includes the analysis of a present situation, but also prediction and prevention of potential problems, and utilization of available opportunities. The sense of self-efficacy, possibility of controlling a situation, and low costs of undertaken activities enhance motivation and inclination to proactive behaviours (Parker, Bindl & Strauss, 2010) . Moreover, the active attitude to the process of gaining new skills allows employees better control of their workplaces. Due to newly gained competencies, they can change not only the quality or way of performing their tasks, but also the extent and character of interactions with their co-workers; this enriches both them and the process of work. Consequently, the development of an employee can be an instrument of change, both for himself/herself and for his/her environment (Wrześniewski & Dutton, 2001) ; simultaneously it satisfies the need for building relationships with others, which is one of the fundamental needs of a human being (Ryan & Deci, 2000) .
Moreover, the motivation to undertake educational activities is one of the variables that determine effectiveness of educational activities (Mathieu & Martineau, 1997) . This is not an equivalent of the attitude to the training; it refers to the general attitude to participation in training, rather than to the attractive programme of a specific course. The motivation to undertake training is comprised of three variables: attitude to training, motivation for learning, and transfer motivation (Rowold, 2007) . Research proved that motivation to undertake training, defined as the degree of involvement in the educational process, in order to gain knowledge and experience, is significantly positively correlated with motivation for achievements, organizational involvement and attitude to training; in contrast, the motivation to undertake training is not modulated by the sense of self-efficacy (Carlson, Bozeman, Kacmar, Wright & McMahan, 2000) .
Employees start and complete training with various levels of motivation, which is determined by their personality traits and past experiences; in turn, the level of motivation determines the amount of knowledge gained during courses and the way of its future utilization (Mathieu & Martineau, 1997) . Furthermore, it is motivation that determines the behaviour during training, way of learning, and the usefulness of the gained competencies. Identification of factors that determine the motivation to undertake training is important, as stronger motivation is reflected by better performance at work, implemented due to newly gained knowledge (Rowold, 2007) .
Moreover, the motivation to learn is also modulated by social cues associated with co-workers' and supervisors' views on the usefulness of training (Morrell & Korsgaard, 2011) .
vocational training
Vocational training is a process aimed at development of professional competencies that are necessary for performing a specific job. The training is a component of professional development oriented at gaining knowledge which can be useful both at the present workplace and in the context of potential promotion, shift to a different position or organizational changes (Nieckarz, Celińska-Nieckarz & Godlewska-Werner, in press ). Vocational training not only prepares one for performing specific work in a newly learned profession, but is also aimed at the development of soft skills, e.g. social skills supporting optimal functioning within a working team. Presently, employees have more opportunities to develop their competencies and gain knowledge; moreover, the level of responsibility for this process has increased (Bertolino, Truxillo & Fraccaroli, 2011) . However, involvement in voluntary training requires spending some time, not only for finding an appropriate course but also for planning participation in the classes; this can frequently interfere with professional duties (Colquitt, LePine & Noe, 2000) .
In view of the developing idea of lifelong learning, one should note that undertaking educational activity may exert a considerable impact on the management of employee development within an organization. Vocational training should not be based solely on employer-undertaken initiatives (training, courses, etc.). The foundation of learning organizations is self-reliance of their employees in undertaking educational initiatives; these activities may markedly contribute to an increase in the worth of the entire company. However, achieving desired outcomes of such activities requires development of certain strategies within an organization in order to support its employees' self-development; examples of such strategies include evaluation of training effects or usefulness of newly gained knowledge for the realization of professional duties (Smith, Robertson & Wakefield, 2002) .
Such activities are vitally important, especially in the context of vocational training aimed at gaining and updating the knowledge that is necessary for executing one's professional duties. Research showed that frequently employers could not provide appropriate conditions and support for undertaking educational initiatives, even if they offer varied forms of education. For example, the number of Polish companies that organized training for their employees corresponded to 41.4% of all business entities. However, volume (), 4 large companies mostly organize training, whereas the participation of small companies corresponded to 36.4% (Report "Education of Adults" 2005). Defining an education strategy based on the assumptions of the self-standing theory should constitute a challenge for an organization. In such a strategy, each employee should be able to utilize his/her skills to identify and achieve his/her own educational objectives, and satisfy his/her need for autonomy and competencies (Smith, 2003) .
The decision to participate in training is driven by individual variables, organizational factors, and aspects associated with the process of learning (Wang & Wang, 2004) . The most frequent motifs behind undertaking developmental activity include the possibility of promotion, increase in salary or changing job (Nieckarz et al., in press ). However, the reasons for undertaking educational activities vary depending on gender, age, and the type of training (Godlewska-Werner, 2012). For example, individuals between 25 and 34 years of age get involved in training in order to change their job, whereas persons older than 46 years decide to participate in various forms of vocational training due to pressures from their supervisors or for personal interest (Nieckarz et al., in press) . Younger employees are eager to participate in professional training as they expect to achieve predefined objectives associated with their career paths (Bertolino et al., 2011) . As many as 42% of the surveyed adults beginning part-time education undertook the training in order to find a job; another 31% wanted to improve their qualifications, and 15% hoped to change their jobs (Wyrzykowski, 2000) .
Personality deterMinants of Motivation to undertake training
Individual differences determine the motivation to learn and involvement in training. Moreover, they exert an indirect effect on undertaking educational activity (Major, Turner & Fletcher, 2006) . The probability of undertaking training increases proportionally to the motivation for continuous education (Theranou, 2001) . The readiness to undertake training is composed of two components: intention to continue education, and an accurate plan regarding time and place of beginning the process, i.e. implementation intention (Kawecka et al., 2010) . Research showed that defining a specific educational plan stimulates decisions on involvement in learning within the next two years (Brandstätter, Heimbeck, Malzacher & Frese, 2003) . From the occupational perspective, participation in training represents one of the behaviours that are oriented at achieving specific objectives associated with a professional career, e.g. promotion.
Therefore, perceiving an objective as attractive and achievable promotes the readiness for activities oriented at this goal, the intention to undertake them, and planning specific actions (Łaguna, 2012) . The amount of published research on personality-related determinants of readiness to undertake training is small. Analysis of the available resources showed that many of the studies dealt with personality traits associated with the "Big Five" theory. Rowold (2007) found that extraversion alone could be associated with motivation to undertake training, whereas extraversion and agreeableness promote motivation for learning, and extraversion and emotional stability promote transfer motivation. Another study showed that motivation for learning is associated with proactive personality, openness to experience, extraversion and conscientiousness (Major et al., 2006) . Undertaking developmental activities can be modulated by such personality traits as conscientiousness (Colquitt, et al.) or the levels of extraversion and emotional stability (Wyrzykowski, 2000) . Motivation for learning and readiness for voluntary participation in training are associated with the level of conscientiousness (Colquitt et al., 2000; Morrell & Korsgaard, 2011) . Barrick and Mount (1991) found that Openness and Extraversion are related to performance in training programmes. Kucharski (2004) ascertained that personality traits measured by the 16 PF Questionnaire have a significant impact on behaviour. The psychological importance of each factor is based on its relationship with other variables. For undertaking developmental activities features such as Liveliness (F), Social Boldness (H), or Openness to Change (Q1) may be important. For example, Liveliness correlates with the Personality Research Form's Play, Affiliation and Exhibition scales; with CPI's Sociability, Social Presence, Empathy and Self-Acceptance scales; and with all of the NEO's Extraversion facets. A high score in the Social Boldness scale helps in challenging and stressful situations (e.g. social exposure during training). Scale H correlates with the CPI's Sociability and Social Presence scales and with the NEO's Extraversion dimension. Scale Q1 correlates positively with all six of the NEO's Openness facets. It correlates with the PRF's need for Change and Understanding and with the CPI's Tolerance, Intellectual Efficiency, and Achievement scales. The high scorers like to think openly, without barriers, and enjoy experimenting in new and atypical solutions (Cattell & Schuerger, 2003) . Therefore, knowledge of personality traits allows one to predict the level of motivation to undertake developmental activities (Łaguna, 2012) . According to Rowold (2007) , personality explains about 20% of the motivation to undertake training.
Participating in educational activities is associated with intentional actions of individuals. Researchers have suggested that people who are highly involved with their jobs are more likely to be motivated, be-cause participation in training can increase skill levels and improve job performance (Major et al., 2006; Theranou, 2001) . The research conducted by Łaguna (2012) showed that personality traits modulate various stages of processes associated with undertaking educational activities. Moreover, perception of an objective as attractive and achievable promotes the readiness for activities oriented at this goal: intention to undertake them and planning of specific activities. Statistical analyses showed that intention to undertake training is modulated by agreeableness and openness to experience, and emotional stability, extraversion and openness to experience influence one's evaluation of chances for undertaking and completing a training course, which is in turn associated with implementation intention. Furthermore, low level of emotional stability decreases the probability of undertaking and completing training, and conscientiousness determines the assessment of the role ascribed to undertaken developmental activities.
Another study revealed that goal-oriented learning is positively correlated with conscientiousness, and shows an inverse correlation with emotional stability (Brown & O'Donnell, 2011) .
Based on above-mentioned studies our main research hypotheses are as follow:
Hypothesis 1a: Primary traits will correlate with the intent to undertake vocational training and other forms of education.
Hypothesis 1b: Secondary traits will correlate with the intent to undertake vocational training and other forms of education.
Hypothesis 2a: Primary traits will correlate with the planning to undertake vocational training and other forms of education.
Hypothesis 2b: Secondary traits will correlate with the planning to undertake vocational training and other forms of education.
ParticiPants and Procedure
The studied group consisted of 104 persons, employees of Polish companies (60 women and 44 men), aged from 24 to 61 years (M = 34.6 years). Forty-six participants occupied managerial positions (22 women and 24 men) and remaining employees occupied non-manager positions (38 women and 20 men). The study used the 'Intention to Take Training Scale' and 'Planning to Take Training Scale' developed by Kawecka et al. (2010) , and Cattell's 16 PF Questionnaire. The scales were characterized as highly reliable, with Cronbach's alpha ranging between 0.91 and 0.94 (Kawecka et al., 2010) . All items were scored according to the 5-point Likert scale, ranging from 'definitely not' (1) to 'definitely yes' (5). The reliability (Cronbach's α) of the individual subscales of the 16 PF Questionnaire, determined in the Polish sample, ranged from 0.64 to 0.85 (Kucharski, 2004) .
results
Analysis of correlation (Pearson r coefficients) showed that there were statistically significant associations between some of the primary traits of personality and the various components of motivation to undertake vocational training. The results showed that there was a significant correlation between intention to partici- (Table 1) .
Additionally, relationships between the secondary traits of personality factors and components of motivation to undertake vocational training were reported (Table 2 ). It appears that there is a correlation between intention to participate in other forms of education and self-control (0.26), tough-mindedness, and also independence (both 0.21). Planning to undertake training corresponded to tough-mindedness (0.37), independence (0.29), and self-control (0.21), and planning to undertake other forms of education was associated with tough-mindedness (0.32), independence (0.30), self-control (0.24) and anxiety (-0.23). All correlations were significant (p < 0.05).
The linear regression analysis showed that some primary personality traits explained motivation to undertake vocational training (Table 3) .
Tension [Q4] explained only 4% of the intention to participate in training (β = -0.21; p = 0.03). Personality explained 10% of the intention to participate in other forms of education by two factors: rule-consciousness [G] (β = 0.20; p = 0.04) and openness to change [Q1] (β = 0.27; p = 0.006). In this study, openness to change [Q1] explained 11% of planning to undertake training (β = 0.34; p = 0.0005) and planning to undertake other forms of education (β = 0.32; p = 0.001).
Secondary personality traits did not explain the intention to participate in training (Table 4 ). Intention to participate in other forms of education was explained by 7% of such secondary personality traits as self-control (β = 0.26; p = 0.007). Planning to undertake training was explained by 13% of tough-mindedness (β = = 0.37; p = 0.0001). Secondary personality traits, such as anxiety (β = -0.20; p = 0.04) and tough-mindedness (β = 0.30; p = 0.002), explained 14% of planning to undertake other forms of education.
It is also assumed that personality is treated as a variable serving as a mediator in the correlation between intentions to undertake training/to continue other education forms and planning both activities. In order to assess the mediating role of personality in the development of correlations between intentions and plans, the researchers conducted an analysis as- Intention to participate in other education forms 0.10 p = 0.006
Rule-consciousness (G)
Openness to change (Q1) β = 0.20 p = 0.04 β = 0.27 p = 0.006
Planning to undertake training 0.11 p = 0.0005 Openness to change (Q1) β = 0.34 p = 0.0005
Planning to undertake other education forms 0.11 p = 0.001 Openness to change (Q1) β = 0.32 p = 0.001 sessing the significance of direct effects and indirect effects through a 1000-fold bootstrap simulation. The results of the analysis are presented in Tables 5 and 6 . Results in Table 5 and 6 showed that there are full mediations of the variable anxiety, tough-mindedness, independence and self-control with regard to the correlation of intention to participate in training and planning to undertake training. Thus, one can state that whether intention to undertake vocational training will change into a plan to do so depends on anxiety, tough-mindedness, independence and self-control. There were also full mediations of the variable tough-mindedness, independence and self-control with regard to the correlation of intention to continue other education forms and planning to undertake training. These results indicated that 0.07 p = 0.007 Self-control β = 0.26 p = 0.007
Planning to undertake training 0.13 p = 0.0001 Tough-mindedness β = 0.37 p = 0.0001
Plan to undertake other education forms 0.14 p = 0.0004 Anxiety Tough-mindedness β = -0.20 p = 0.04 β = 0.30 p = 0.002 volume (), 4
tough-mindedness, independence and self-control mediate between intention to continue education and planning details of the learning process. Therefore, the hypotheses were only partially confirmed. Only some of the primary and secondary traits were related to the motivation to undertake vocational training.
discussion
The motivation to undertake vocational training and the level of commitment to training depend on the specific personality traits (Major et al., 2006) . Personality is found in many motivation theories as it creates differences in self-set goals. Some traits are often examined (e.g. the Big Five) while others have been explored only in a few studies. This study allowed the differentiation of some primary and secondary personality traits explaining the intention to participate in training and other forms of education and planning to undertake training and other forms of education. Disastrously, the results were not satisfactory and will require confirmation.
Statistical analyses showed that there was a correlation between tension [Q4] and intention to participate in training. A negative correlation means that high tension [Q4] was associated with lesser involvement in vocational training. According to Cattell's concept, a high level of tension [Q4] can negatively affect self-control and effectiveness of action. Moreover, individuals who score higher on the scale are more prone to irritation, e.g. due to changing plans or behaviours of others. The results did not fully explain the association with intention to participate in training, as Cattell showed that demotivation results from low, rather than high levels of tension. Individuals showing low levels of tension like comfort, and may not be eager for changes and self-mobilization (Kucharski, 2004; Cattell & Schuerger, 2003) . Moreover, results were not consistent with the results of previous studies dealing with readiness to undertake training. Łaguna (2012) observed an association between agreeableness and openness to experience in the context of intention to participate in training, and Rowold (2007) documented a relation between emotional stability and transfer motivation. Tension can explain variance in the intention to participate in training to some degree, but the power of this relationship is unsatisfactory. The study did not reveal an association between the intention to participate in training and other personality traits. Moreover, tension did not explain the variance in intention to participate in training at a satisfactory level.
Intention to participate in other educational forms correlated with openness to change [Q1] (primary trait), and tough-mindedness, independence and self-control (secondary traits). The discussed va riable was jointly explained by rule-consciousness [G] and openness to change [Q1] . It means that employees focused on respecting certain social principles, and showing flexibility in making changes, may have a greater incentive to participate in various forms of learning. Rule-consciousness [G] was defined by being careful with a significant tendency to do tasks well because of others' expectations (Kucharski, 2004) . Consequently, individuals characterized by high levels of rule-consciousness [G] show greater readiness to undertake various forms of educational activities, thus creating their image and following opinions perceived in their environment, e.g. on the necessity of lifelong learning. Moreover, rule-consciousness [G] correlates positively with such traits as self-control (secondary trait), liveliness [F], abstractedness [M] and perfectionism [Q3] (primary traits), which may promote behaviours that are considered socially appropriate (Kucharski, 2004; Cattell & Schuerger, 2003) . Studies of factors associated with the "Big Five" theory and "NEO-PI-R" revealed an association between conscientiousness, whose definition resembles that of the self-control trait (Cattell & Mead, 2008) and importance ascribed to undertaken training (Łaguna, 2012) or motivation for learning (Colquitt et al., 2000; Morrell & Korsgaard, 2011) . Another personality trait that is associated with intention to participate in other educational forms can be described as a tendency of an individual to seek new ways of improvement, being associated with flexibility and a critical attitude to problems (Kucharski, 2004) . Open persons are more prone to implement changes whenever they find their situation unsatisfactory. Therefore openness to change supports the intention to undertake various educational forms, as well as development of specific plans regarding time and place of these activities. This finding is consistent with the results published by Łaguna (2012) , who documented the effect of openness to experience on intention and implementation intention, and observations of Major et al. (2006) on the influence of openness to experience on motivation for learning. Intention to participate in other forms of education was explained by such secondary personality trait as self-control. A high level of self-control was associated with such traits as rule-consciousness [G], liveliness [F], abstractedness [M] and perfectionism [Q3]. This is reflected by the presence of strong social desire; in other words, an individual is strongly motivated by perceived social standards and strives to follow and fulfil them. Such a person is also more disciplined and better organized (association with perfectionism) and practically oriented (association with abstractedness) (Cattell & Mead, 2008) . No analyses of association between self-control and motivation to undertake training have been published to date.
Planning to undertake training correlated with openness to change [Q1] and tough-mindedness, independence, and self-control. The second variable, planning to undertake other forms of education, correlated with openness to change [Q1], abstractedness [M], social boldness [H], apprehension [O] and anxiety, tough-mindedness, independence, and self-control. Planning to undertake training and planning to undertake other forms of education were explained by such a secondary trait as tough-mindedness. Tough-mindedness is characterized by cold calculation of a situation and promotes making evidence-based decisions. Individuals presenting high levels of this trait are practically oriented and specific. Nevertheless, they are not open to changes and may have problems with accepting new points of view (Kucharski, 2004; Cattell & Schuerger, 2003) . The results illustrated that some traits associated with cold rationalism support the process of planning, e.g. with regards to activities associated with undertaking training, but simultaneously may reduce openness of an individual to new experiences, e.g. associated with the necessity of learning new behaviours or gaining new skills.
Additionally, planning to undertake other forms of education was explained by such a secondary trait as anxiety. Low scores on the anxiety scale correspond to maturity, confidence, self-reliance and adaptive abilities (Kucharski, 2004; Cattell & Schuerger, 2003) . Persons with such scores are not reluctant to undertake developmental activities as they are not too susceptible to extrinsic (e.g. the opinions of others) or intrinsic (e.g. excessive mistrust) anxiety-related factors. It is gaining new experiences, rather than anxiety, which drives their activities. Wyrzykowski (2000) documented the effect of neuroticism on undertaking education activities. Also Łaguna (2012) emphasized that neuroticism reduces chances for completing education.
Finally, it should be stressed that statistical analysis showed that extraversion, considered the secondary trait, does not explain any of the components of motivation for undertaking and planning training or other developmental activities. Such lack of association was not reported in any previous studies dealing with the problem in question (Łaguna, 2012; Rowold, 2007; Major et al., 2006; Wyrzykowski, 2000) .
The knowledge about personality factors which influence planning details of learning or training processes is very crucial because it allows one to predict who would really benefit from the education process. According to Brandstätter et al. (2003) , defined educational plans result in undertaking training or other learning forms within the next two years. This means that willingness to learn is not enough -it should be further specified. Analysis of results indicated that anxiety, tough-mindedness, independence and self-control mediated between intention to under-take training and planning to participate in training. The only insignificant variable was extraversion, which was contrary to results obtained by others (e.g. Major et al., 2006; Rowold, 2007) . Łaguna (2012) indicated that emotional stability, extraversion and openness to change determine chances for undertaking and completing training courses. The conducted research partially confirmed these studies, whereas, according to the statistical results, tough-mindedness, independence and self-control influenced planning the details of the learning process.
The present investigation offers tentative evidence for hypotheses and paves the way for future research. It is therefore important to know what personality traits determine the strength of motivation for vocational training. There are several important reasons. Employee training and development entail not only obtaining new knowledge and skills, but also the possibility to support entrepreneurship, and introduce employees to changes and important business decisions.
conclusions
The obtained results lead to the conclusion that some of the primary and secondary traits had an impact on the strength of motivation to undertake vocational training. The results showed that the factors having the greatest impact on the intention and plan to undertake a vocational training programme were openness to change, mindedness, independence and self-control. In addition, having a plan was influenced by low anxiety. Such factors as rule-consciousness and social boldness were important in some aspects. The study did not confirm the correlation between extraversion and strength of motivation, which was shown in other studies. Future research should focus on other aspects of personality.
A number of studies of the determinants of motivation to undertake training focused on proactive personalities. Proactive personality is characterized by a tendency to seek and identify new possibilities (Seibert, Crant & Krainer, 1999) . Being proactive is associated with courage in undertaking activities aimed at improvement of one's situation, and thus increases chances for professional success, contrary to reactive persons, who do not create reality but respond to it. Proactive personality determines effectiveness of one's activities due to undertaking initiative associated with execution of tasks (Brown & O'Donnell, 2011) . One study revealed that the more proactive the employees, the greater their motivation for training, as they associate the latter with the possibility of organization development. The same study showed an association between motivation and intention to undertake training and proactive personality; however, this relationship turned out to volume (), 4 be stronger in the case of younger employees (Bertolino et al., 2011) . Many components of proactivity are strongly correlated with extraversion, agreeability, conscientiousness and neuroticism. In contrast, none of the components of proactive personality showed a significant correlation with openness to experience (Hambrick & McCord, 2010) . Major et al. (2006) found an association between proactive personality and neuroticism, extraversion, openness to experience and conscientiousness. In view of these findings, proactive personality may constitute an interesting object of research.
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